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CHAPTER I 
GENERAL ANALYSIS OF THE PROBLEM 
At no time in the past several years haue we been so 
conscious of our need for growth. Many new duties and 
responsibilities haue had to be assumed by the schools. 
The duties and responsibil tties haue had to be assumed by 
the schools because of these factors: 
1. School districts haue been reorgani2ed, brtnging 
rural children into urban schools. In all probability 
this has caused undue emotional strain upon some children, 
thus increasing the task of the teacher in promoting 
effective learning. 
2. Bus transportation has made it necessary for 
teachers to assume responsibil tty for the supervision of 
children /or an increased amount of the day and to a 
greater degree. 
3. The hot lunch programs have caused a change in 
the noon hour schedule and haue increased the responsi-
bilities of teachers. 
4. More recreation facilities have had to be 
provided. 
5. Mig rotion of parents because of unsettled 
economic conditions has caused children to change schools 
frequently. In many cases this has forced children to 
make new adjustments to change and some children haue 
become emotionally maladjusted as a result. 
6. Because of the high cost of living, many mothers 
have had to work to help maintain the home. This has 
left to the schools some of the responsibjlities which 
were formerly accepted by the home. 
As some educators haue said, the school is taking ouer 
much of the responsibilities of the home. 
Since the advent of television, children's interests and 
attitudes have changed. Since television has become an integral 
part of the home life, family living has undergone a tremendous 
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change. Children's needs and problems have increased. The 
television has become a very important medium in the out-o/-
school education o/ children. Much of this influence has been 
good but some of it has been bad. 
How does a principal provide the conditions /or the 
growth of a professional staff? What does one do to bring 
about improvement in cl ass room procedures? What may teachers 
do on the.tr own initiative? "Take extension courses"? "Hold 
/acul ty meetings"? "Devel op a ph i,1 osophy"? "Ex-tend the use 
o/ units?" These are all valuable in their proper place, but 
do not meet the immediate needs of the teachers. 
The first step is to break the problem up into manage-
able items. What are the needs of the teachers? What is to 
be i,mproved? On what points should teachers concentrate their 
study? Everyone from the educational leader to the beginning 
teacher must /ind answers to these questions. 
Leadership Problems 
Who is to be the leader in this in-service teacher growth 
program? The elementary principal is the one key person to 
exert leadership in his school. The forward-looking principal 
has discovered that staff improvement comes through under-
standing, confidence, encouragement, and respect /or person-
alities. He knows that growth develops best under freedom 
and is least productive when coerced. He knows that his 
practices must exemplify the relationships which he expects 
to encourage among children and classroom teachers. Cooperation 
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necessarily becomes a two-way affair. The princival must 
encourage and assist each person to do his best: classroom 
teachers, secretaries, and custodians. 
Types Q,[ Programs 
What type of program is favorable toward this profession-
al growth training? When the term 11 in-se rv ice" growth is 
mentioned, one is likely to think of reading professional 
.Ziterature, attending summer school, attending workshops, 
taking extension courses, participating in curriculum commit-
tees, and working in professional organi2ations. John A. 
Bartkyl gives the definition of in-service edttcation as: 
By definition all supervision is in-service 
education, but the term uin-service education" is 
usually applied only to that teacher training which 
is done in teacher groups under the direction of a 
supervisor or some other educational expert, in 
conjunction with the over-all supervision program. 
The in-service program includes workshops .for teachers, 
special classes, special lectures, and teachers' 
institutes. 
The Nature Q.f. the Problems to be Considered 
What are the aims and objectives of the growth program? 
Problems selected for study by faculty groups should be those 
of most direct concern to teachers, pupils, and parents. · It 
is essential that in-service education programs be limited to 
the degree that the satisfactory completion of each job is 
made possible. 
1. 
Boston: 
Bartky, John A., Supervision as Human Relations. 
D. c. l!er,,th and Company, 1953, .P• 292. 
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Problems Q1. the Curriculum 
What shall be included in the curriculum? The curriculum 
has been defined as all the activities and all the experiences 
in which pupils engage under the direction of the school to 
achieve the objectives of the school. Problems, associated 
with the decision o,f what to include or exclude, have always 
faced school people when planning the curriculum. The 
problems concern every phase of human experience and many of 
them have been conspicuous since the beginning of schools. 
They concern religion, temperance, democracy in contrast to 
the other types of government, the Constitution, delinquency, 
capital and labor, and relief and unemployment. This list 
could be extended indefinitely. 
Evaluation 
Evaluation is a continuous process, which operates while 
the program is in action and in retrospect at the conclusion. 
From this experience, changes and improvements come about 
during the program and in the planning of the curriculum. 
According to Elsbree and McNally, 2 these are principles 
which should be a guide to good evaluation: 
1. Evaluation should be comprehensive. 
2. Evaluation should be cooperative. 
3. Evaluation should be based on valid criteria. 
4. Evaluation should be diagnostic. 
5. Evaluation should be continuous. 
2. Elsbree, Willard s., and McNally, Harold J., 
Elementary School Administration and Supervision, New York: 
American Book Co., 1951, pp. 435-436. 
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The fact that teachers and principals are faced with 
problems to be solved is typical of the normal school situation 
and should not be undue cause for concern. The unoardonable 
sin is for problems to be present and not to be recogni2ed 
as problems by the school personnel. The school people must 
work with open-mindedness and make a direct attack upon the 
solution of their problems. The obligation of the principal, 
then, is to help the members of the staff to identify weak-
nesses and problems in the school program, and to develop 
effective methods of working on them. 
CHAPTER II 
EXPANDING TE'ACHE'R INTERESTS 
Teachers who have fixed views along certain lines do 
not change their views suddenly. The changing of these 
teachers to better methods of instruction will require much 
time and patience. The departure from the conventional 
method of page-by-page textbook teaching to more modern 
methods of teaching must be gradual. To do this, some of 
the following suggestions may prove helpful: 
1. Set up a long range plan for teacher improvement. 
2. Invite the teacher to serve on a committee to 
investigate the worth of new methods of instruction. 
3. Arrange for the teacher to visit a class taught 
by modern methods. 
4. Ma'Jre use o.f demonstrction lessons. 
5. Encourage the teacher to plan and to teach a 
simple resource unit. 
The Indifferent Q£ Antagonistic Teacher 
The indifferent or antagonistic teacher is entitled to 
the opportunity to study and to grow. Some are merely 
afraid to try. Encouragement and suggestions in making 
simple steps bring successes which will serve to win many 
to the newer methods of instruction. The insecure or un-
informed teacher must be made to feel secure. The principal 
must work with these teachers in a tactful manner so that 
they will not be antagonized further. He will find something 
to praise as a starting po int from which to suggest improve-
ments or change. Hew ill ask the teacher for her opinion 
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on numerous matters. He will gradually introduce the teacher 
to the broader scope of professional matertals. 
Improvement Q.f. Teachtng tn the Sub.ject-Centered School 
In the "subject-centered" school, the teacher w tll study 
and make an effort to discover puptl needs, interests, and 
purposes. This may be done through observations of behavtor, 
through tnformal conversation, and dtrect questions. The 
teacher will try to deve.Z op cooperattvely with the pupils the 
center of tnterest wtthtn the subject materials. The children 
will atd in the selection of related and supplementary materi-
als. The teacher should delegate responsibility to the pupils. 
There should be cooperative evaluation of the materials and 
learning experiences. It ts necessary that the teacher pro-
vide as much durect expertence as posstble among the pupils. 
The teacher must also atd individuals to find opportunities 
for the use of their abiltties. 
Improvement J!..l.. Teaching .:fn. 1lJ.§_ Child-Centered School 
In the "child-centered" school, the teacher may develop a 
resource unit designed to meet the needs of the group which she 
is to teach. This calls for much pre-planning on the part of 
the teacher. Resource units may be had from commercial sources 
but there is a questton whether the commercial units will meet 
the needs recogni2ed by the group. The teacher must know her 
pupils and know the needs and tnterests of the group. She must 
plan wtth the pupils appropriate acttvities which will pre-
sent questions and problems real and important to children 
and will encourage interest in the subject. 
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If the children have a part in the planning, they will feel 
that it is their idea and will take a more active part in 
the activities of the unit. 
The teacher's responsibility in the "child-centered" 
school is to keep the children working in an orderly manner 
in order to allow the pupils to do much of their own problem 
solving. The time required for teaching a resource unit will 
depend upon the interests and needs of the pupils, the abil-
ities of the pupils, and the amount of materials available. 
No unit should be left without some kind of evaluation. What 
was its general value to the pupils? What learnings were 
acquired through it? Questions of this sort will aid the 
group to evaluate their work together and help the teacher 
to make each succeeding unit more valuable. 
Goals in Improved Teaching 
The Maine State Department of Education in their 
curriculum bulletin, "A Forward Step", hawe given the 
following as general goals in improved teaching:3 
1. Better connection and relationships between the 
interests, needs, and maturity levels of the pupils and 
the materials and processes of the school. 
2. Increased use of pupil purpose as the core 
around which learning situations are organized. 
3. Greater pupil participation in planning and 
carrying on learning situations. 
4. Greater diversity and variety of learning 
experiences, of materials, and sources of materials. 
5. Greater emphasis upon interaction with other 
persons, with the community, and with 1 ife; greater 
use of community resources, both personal and material. 
3. A Forward Step. Curriculum Bulletin# 7. State 
Department of Education, Augusta, Maine, 1948, p. 16. 
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6. Better evaluation of all types o/ outcomes which 
in turn brings better statements of objectives and 
increases pupil participation in evaluation. 
The work of the teacher in the classroom and in the 
related activities of the school and community should be 
the most important single source of problems which form the 
basis of in-service education programs. 
Motivation !Ju:. Teacher Growth 
The motivation for effective teacher growth should come 
from within the individual and from his sense o/ need rather 
than from the desire fo the supervisor who would change him. 
The major motivating factor should be the desire to meet 
fully one's responsibility as a teacher and as a person. 
Growth Needs Q,[ Teachers 
The following are the growth needs of teachers as 
summarized by the Commission on Teacher Education:4 
1. Respect for Personality ••• It is of basic importance 
that teachers should be good specimens of our culture. 
They should be devoted to the ideals that characterize 
the American people at their best. They should serve 
those ideals effectively. Thus, teachers /or our times 
should believe in freedom and the worth of each growing 
personality, in responsible citizenship and the worth 
o/ a genuine community, and in reasoned action as the 
surest means of meeting our problems and improving our 
1 ives together. 
2. Community-Mindedness ••• Because communities recognize 
the powerful in/luence of teachers on young people, they 
tend to be particularly concerned with the character of 
their views and general behavior. 
3. Rational Behavior ••• Ability to deal rationally 
with personal and professional problems is to be sought 
for in teachers. 
4. Skill in Cooperation ••• Because the work of teachers 
is characteristically carried on in vital social curround-
4. Barr, A. s., Burton, William H., and Brueckner, Leo J., 
Supervision. New York: D. Appleton Century Co., Inc., 1947, 
PP• 330-331 
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ings, it is important that they should be skilled in 
collaborating with others in thinking, choosing, and 
acting in sensitive response to a total, chanqing scene. 
5. "General" Qualities Shade into the "Professional"• •• 
Because teachers should be good specimens of the culture, 
the qualities emphasized up to this point must never be 
overlooked in planning professional development. A 
narrow person, a sne-sided person, a starved person is 
ordinarily seriously handicapped so far as becoming or 
being a good teacher is concerned. 
6. Increas,ed Knowledge ••• Ifell informed teachers are 
called .for at every school level. Scholarly resources 
are particularly important in our complex and changing 
times. The subjects of the arts and letters, of the 
natural and social sciences, and of the philosophies 
all bear on the needs of our society, of our children, 
and of the teachers themselves. Teachers need vital 
and extended instruction in these subjects. 
7. Skill in Mediating Knowledge ••• It is not enough, 
however, /or teachers merely to possess an expanding 
store of personal knowledge. The teacher's job is to 
help children to 1 earn, bo use his own kn owl edge /or 
the promotion of learning in others. 
a. Friendliness with Children ••• Friendliness should 
describe the attitude of the teacher as well as the 
atmosphere of the school, but a friendliness that is 
wise and objective, not sentimental and uncritical. 
9. Understanding Children ••• If the ends of democratic 
education are to be achieved, teachers must understand 
as much as possible about the purposes that animate 
young people, the needs to which they respond, and 
the various circumstances that condition their behavior. 
This implies both a grasp of general principles and 
also the ability to employ those principles artistically 
in dealing with particular youngsters. 
10. Social understanding and Behavior ••• It is pro-
fessionally important that the teacher should have a 
more than ordinary understanding of his society, that 
he should fully share the deep underlying convictions 
that characterize it, that he should have some particular 
grasp of its problems, trends, and possibilities. He 
is the vital element in the school, the purpose of which 
is to ensure social perpetuation and progress. He 
should know what he is about. 
11. Good Citizenship in the School as Society ••• 
T~e school itself is made up of human beinps, children, 
teachers, and administrators, living and working together 
to common ends. A teacher can scarcely be considered 
excellent who is not functioning as a good citizen in 
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that school society. 
12. Still in Evaluation ••• Both the kind of school 
described as desirable for our country in the merging 
.future, and the kind of teacher education suggested by 
the preceding discussion, would recognize the individual's 
share in planning his life and appraising its effective-
ness. Teachers certainly need to know at what they are 
aiming, and to check continually upon their accomplish-
ments. For this reason, and also in order to be most 
helpful to others, they shouJ:i, understand the techniques 
of evaluation and be able to use them intelligently. 
13. Faith in the Worth of Teaching ••• one quality essent-
ial to good teaching is a profound conviction o/ the 
worth of a teacher's work. For this to exist, the 
individual must have a sense of the greatness of his 
profession--ot its significance for society, and of its 
power to benefit boys and girls. He must have no doubt 
that skill.Jul teaching is essential to the preservation 
and improvement of our culture, to the strengthening 
and enlightening of every citizen. 
Teachers know or are beginning to realize that as author-
ities in education they must be specialists on how to discover 
the needs of youth today. They must know modern methods of 
teaching. They must possess a professional knowledge about 
educational psychology and a working knowledge of the 
principles of child growth and development. 
The teacher is in the presence of rich opportunities for 
growth in _:Jrofess ional information. Our 1 ibraries abound in 
professional literature. Numerous pro/essional films and 
filmstrips have been produced to aid the teacher in learning 
more about the problems of child growth and development. 
These materials can augment firsthand experience in a most 
meaningful manner. They are powerful aids for teacher 
improvement and should accupy an important place for professional 
stimulation and growth in the in-service program. The 
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resourceful elementary principal will do all that he can to 
provide these media to help broaden the teachers' interests 
and understanding of the science of directed learning in 
elementary education. 
CHAPTER III 
THE PRINCIPAL 'S RESPONSIBILITY FOR THE IMYROVEMENT 
0 F INSTRUCTION 
The Principal!!§. a Democratic Leader 
During recent years much has been said and written about 
the in-service growth of teachers, and many approaches have 
been made to help the teacher to handle his worK more effect-
ively. However, the principal is just beginning to assume 
the important place in this program whichhts position warrants. 
Basic changes in educational theory and practice, and in the 
general c:ulture, are bringing about redefinitions of the 
principal 's functions and responsibilities, so that the 
position is now one of transition. The role of the principal 
is emerging from the early conception of being simply a 
Keeper of records, an office helper, a person to control and 
inflict punishment upon children, and in every way the inter-
preter to the teachers, children, and parents of the wishes 
of the superintendent. Increasing recognition of the import-
ance of a child's early years, and of his training in 
j 
elementary education, is investing the office with new dignity 
and responsibilities demanding a high type of professional 
1 eadership. 
The importance of such leadership to the improvement of 
elementary education is not to be underrated. The principal 
has a strategic position in the school system. He is the 
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admtnist mtive agent closest to the teachers and puptls in 
the school. He is the educational agent in position to be 
in closest and broadest contact with the community. He is 
the educator in the best position to exert personal i.nfluence 
on the nature of the local school and its program. If changes 
are so urgently needed, it is the elementary school principal 
who must bear the major responsibility for taking steps to 
effect these changes. 
The contribution of the elementary school principal to 
the growth process of teachers is primarily one of stimulation. 
The princiryal has discovered that improvement of his staff 
comes through understanding, confidence, encouragement, and 
respect for personalities. He knows that he must sttmulate 
the best in his teachers, and that his practices must exemplify 
the relationships which he expects to encourage among the 
teachers and the children. In his role as a leader, the 
prtncipal has a dual function. First, he has the job of 
working with the total school program and, secondly, he has 
the job of working with the school personnel toward building 
that program whtch adequately meets the needs of the boys and 
girls of that school. 
His quality of leadership should make it possible to 
share authority wtth his fellow workers. Through lemooratic 
leadership the elementary school principal oo ntributes to 
the concept of all school personnel working cooperatively 
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for the best interests of children. 
Goslin5 says that in order to meet his responsibilities 
adequately, the school principal must possess: (1) a com-
prehensive knowledge of the needs of modern society; 
(2) a comprehensive knowledge of the needs of children and of 
the principles of child growth and development; (3) the ability 
and desire to work with people of various ages, interests, 
and outlooks. 
Problems Faced 12.JJ.. Principals in Initiating Q!!. In-service 
Growth Program 
In his role as a leader, the principal should be aware 
of his responsibility to try to establish working conditions 
and relationships which will result in improved teaching in 
the classroom. The principal must regard each teacher as 
an individual working to solve her own individual problems. 
Therefore, the principal must be willing to work with under-
standing, patience, and insight in helping her to reach a 
solution to her problema. 
The personality factor in the relations of teachers with 
principal is one of the most important elements in teacher 
growth. The principal must first make certain of his personal 
approach and understanding of the problems involved. Once the 
principal has imvroved his own psychological approach and 
5. Goslin, Willard E., "The Contributions of Adminis-
tration to Teacher and Child Growth", Childhood Education, 
22:265, February, 1946. 
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understanding in dealing with teachers, he is ready to start 
the work toward improving the program in his uwn school. 
Principals will find it difficult to initiate a good 
program of in-service training because there are many factors 
working against the successful promotion of any idea which 
requires change in the ways of doing things or extra duties 
on the part of the staff• 
The North Central Association lists the following as 
major problems faced by princtpals in initiating an in-
service growth program:6 
1. There is a natural inertia and negative attitude 
on the part of teachers and a feeling of satisfaction 
with the status quo. 
2. A lack of unity and consistency exists in the 
total school program. 
3. Con.fl icts divide the modern and the traditional 
groups. 
4. Many teachers use tenure as the excuse to hold 
their positions. 
5. There are insufficient funds for visitation, 
workshops, and curriculum activities. 
6. The amount of time available is insufficient. 
7. There is a high turnover of personnel. 
B. There is a lack of understanding of ways and 
means to initiate an in-service program. 
9. Teachers receive low salaries and are apathetic 
toward their work. 
10. Teachers are overworked with too large a scope 
of ideas and areas of work for any hope of satis.factory 
solution. 
Many teachers are reluctant to try something different. 
Some are satisfied to stay in the same position, teaching the 
6. "Major Problems Faced by Principals in Initiating An 
In-service Program", North Central Association Quarterly, 27: 
394-95, April, 1953. 
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same way year after year. This may be true because the teacher 
feels more secure teachinq the way she has always taught. 
Some teachers might wish to try something different but the 
other teachers in the same building might not approve of it. 
This would endanger the security of the teacher who is hopeful 
of t~ying newer methods. 
Improvement Q.f. WorkinQ Conditions in the School 
It seems reasonable to believe that the living and 
working conditions of workers are reflected both positively 
and negatively in the attitudes of the workers. Therefore, 
it is altogether likely that the mental attitude of the 
teachers in matters of teaching is affected by her relation-
ships to the school, the pupils, fellow-workers, and conditions 
of living both in and outside of the school. 
A teacher who has a salary that is commensurate with her 
training and abilities and who has good working conditions 
is more likely to be a happier, better adjusted person and 
more susceptib.7.e to suggestions and improvement than the one 
who does not have equally desirable condittons of employment. 
Better classroom lighting, some unscheduled time, and access 
to secretarial help all should have a favorable effect upon 
the teacher's attitude and her efficiency. 
Anyone who realtzes the problems generated by the rapidly 
increasing school population, the scarctty of qualified 
personnel, and the lack of adequate school housing must be 
impressed with the fact that schools are operating at a 
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serious disadvantage to both faculty and pupils. 
In a nation~ide survey conducted by the National Education 
Association, tt was found that more than a third of the teachers 
reported the following as unfa'Oo rable conditions in the schools. i~ 
1. Inadequate restroom facilities for teachers. 
2. Class sessions frequently interrupted by bulletins, 
announcements, errands, or special events. 
3. Inadequate workroom facilities for teachers. 
4. Special problems due to handicapped or unresponsive 
children. 
5. School as a whole excessively overcrowded. 
Elementary school classrooms are becoming more crowded 
each year. In a survey made in 1952-53 by the National 
Education Association, Research Dtvision,iH~ tt was found 
"that of 3,417,682 puptls attending school in 526 school 
dtstricts, 90.1% were in classes of more than twenty-five 
pupils; 08.9~6 were in classes of more than thirty; 33.2% 
were in classes of more than thirty-five; 8.8~ were in 
classes of more than forty, and 1.5}~ were in classes of 
mo re than 45. " 
In many instances teacher's salaries are lower than they 
should be when the amount of professional training required 
is considered. Clerical work which lacks justification is 
expected of the teacher. Until the time comes that these 
conditions are improved, teacher growth in service will come 
only by overpowering the negative e.ffects o,f these obstacles. 
i~National Education Association, Research Bulletin, 29:23, 
February, 1951. 
i~*"Class Size is Out o.f Hand 1', National Education 
Association Journal, 42:555-6, December, 1953. 
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The Nature Q.f. Modern Supervision 
The principal must remember that when teachers are 
working in a group each teacher will have something to con-
tribute. He must be willing to share each new experience 
with the teacher even though it may be of minor importance. 
The teacher expects the principal to be a helper. He must 
act as the helper who is seeking knowledge. No supervisor 
who "knows it all" will be successful in working with a group 
of teachers. He must be sympathetic, understanding, and 
patient. 
Elsbree and McNally 7 have this to say about the nature 
of effective supervision for today: 
1. Modern supervision is cooperative. Instead of 
directing attention solely to the improvement of 
individual teachers, it enlists the cooperative efforts 
of the entire staff in the study of the educational 
problems of the school. Much attention is directed to 
the function and operation of group processes, and the 
contribution of all members, as members of the group, 
is provided for and encouraged, and not held to be the 
sole prerogative of the principal. Such an approach 
is consistent with the democratic principle that all 
persons shall have a part in formulating the policies 
which govern their daily lives, but its justification 
is not simply that this approach is democratic. Exper-
iment and experience have taught us that such cooperative 
study and decision making result in a more fundamental 
understanding of the reasons for the adopted policies 
and procedures than a procedure which imposes methods 
and techniques. 
2. Modern supervision is considerably broader in its 
scooe than were earlier concepts and practices. Its 
functions are much more diverse. The usual types of 
supervision have been so much engrossed with the study 
7. Elsbree, Willard s. and McNally, Harold J., QJ2.• cit., 
pp. 406-408 
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and improvement of the individual teacher that the 
supervisory visit and follow-up conference have come to 
be 'known as the "supervisory act". This one technique 
loomed large in the supervisory picture, and most of 
the other supervisory junctions derived from it. In the 
newer approach, the supervisory visit is different both 
in nature and junction. Because the teaching-learning 
situation is coming to be so broadly construed, its 
improvement now includes concerns and activities which 
formerly were considered to be outside the scope of 
teaching and supervision. 
3. The relationship of the modern supervisor to the 
teaching staff is a peer relationship. Instead of being 
considered as the authority who "teaches" the teachers 
and determines the policies which they shall carry out, 
he is considered as a person who is /reed of teaching 
responsibilities so that he may serve the staff in co-
ordinating and facilitating their efforts to improve 
the work o/ the school. He is not, as in the past and 
currently prevailing conception, a superior; he is an 
equal charged with the responsibility of unifying his 
staff and releasing their human resources in a common 
attack on common problems. 
4. The emerging concept of supervision is experiment-
al in nature. One of the foundations of the emerging 
philosophy and practice o/ supervision is the belief 
that current practice should always be questioned, 
examined, evaluated, and placed under the searching 
light of critical analysis, and that such analysis 
should be applied to supervisory practice itself. It 
further believes that once such an analysis has been 
made, something sould be done about it • 
.Maintaining Teacher Morale 
When human relations in a school are poor, i,t can be a 
tremendous barrier to the oneration of an improvement program. 
Under such conditions group endeavor has 1 ittle chance to 
operate successfully, and the efficiency of the teachers is 
certain to be impaired. Therefore, the mental hygiene of 
individual teachers and the morale of the staff as a group are 
most important for a princi, pal to consider. 
Edward A. Krug8 lists the following suggestions for 
the principal to follow in mainta~ning teacher morale when 
trying to induce a change in teaching methods: 
1. Start the program with an emphasis on real 
problems of teaching and school life. 
2. Don't dwadle over philosophy or objectives. 
3. Place stress on materials and activities used 
in classroom teaching. 
4. Don't jib at "subject matter". 
5. Emphasize needed changes and improvements in 
content of instruction. 
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6. Avoid sweeping demands for structural reorgan-
ization. 
7. Recognize and build on individual differences 
in teachers. 
8. Utili2e as much as possible diversified tools 
of instruction and learning activities. 
9. Recogni2e and provide for the emotional needs 
involved in group process. 
10. Recogni2e the time problem and try to make 
provision for it. 
It is the responsibility of the principal to help the 
faculty become aware of the need /or a change and to encourage 
all teachers to make full use of their training and experience 
and to feel stimulated to learn more as they work together on 
pro bl ems of instruct ion. The principal must provide encourage-
ment, direction, and co-ordination for program improvement 
within the individual school. Leadership which stimulates 
individual and group creativeness and establishes a more 
lasting foundation of acceptance and loyalty to a program 
is necessary to the development of an effective growth 
program. The principal must provide this leadership. 
8. Krug, Edward A., Curriculum Planning. New York: 
Harper and Brothers, 1950, pp. 219-226. 
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Enrichment QJ:. the Curric~lum Through Communi,ty Resources 
In order that education of children may meet the demands 
of the ,future, the enrichment of the curricnlum through the 
use of commun i, ty re sou roes becomes a "mus tu goal. The pri,n-
c i,pal should encourage the faculty to study communtty li,fe 
and the ways whereby people have adapted themselves to 
thei,r envtronments. The school staff needs to become person-
ally acquatnted with parents, communi,ty leaders, and wi,th 
every agency and force that is working for the improvement 
of community li,fe. Staff members also should know about 
the undesirable influences that exi,st. Thi,s knowledge can 
be acqui,red through direct observation, personal i,ntervi,ews, 
and the study of records. 
Chi.Zdren need more opportuni,ti,es /or study o/ world 
communiti,es. This program can spring from a study of commu-
nity resources and their relationships to the resources of 
the rest of the world. The curriculum should be enriched 
in ways that will aid the chi,ldren in the studies of other 
people, systems of government, cultures and tradi,tions. 
Lay Partici,pation 
The functi,on o/ the school i,s to serve the public. The 
school shares responsi,bi,li,ty to educate the communi,ty's children 
.for daily 1 ivtng. Thts /unction may best be /ulfi,lled i,f 
the community and the school jointly plan the program that is 
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necessary as a preparation .for community 1 ife. The schools 
can educate most effectively when they have the understand-
ing support of the public--parents and non-parents alike. 
This support can best be gained through ,formulating education-
al objectives and future plans in active cooperation with lay 
members of the community. The schools need the points of 
view which non-educators are able to contribute in planning 
better school programso The schools, supported by public 
funds, should have public approval on the over-all decisions 
governing the use of those funds. 
The public may be involved in all areas of educational 
planning. However, the following areas seem to lend them-
selves most readily to public participation: 
1. Formulating the objectives of the educational 
program. 
2. Planning specific phases of the program, such as 
the curriculum, transportation, lunch, and safety programs. 
3. £valuating the total school program. 
4. Determining necessary physical facilities. 
5. Deciding how to finance the school program and 
the necessary physical facilities. 
6. Developing a mutually satisfactory method of 
reporting pupil progress. 
7. Helping to find methods of recruiting and keeping 
good teachers. 
The kind of school program expected for children in the 
future can only be realized through cooperative planning 
between parents and professional school people. The school 
of the future should be a friendly school. Sincere friend-
1 iness at school encourages parents to become interested in 
school activities and to want to participate in them. 
Pupil Participation in Planning 
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The curriculum should be so designed that the selection 
of specific learning e~periences is left to teacher-pupil 
planning. No longer do we expect a course of study that 
operates in such a way as to dictate the exact pages to be 
used, the exact topics to 0e discussed, and the exact time 
to be allotted to each topic. The staff of the school should 
plan together a broad framework of areas to be considered; 
types of skills, abilities, and understandings to be developed; 
and suggestions for sources of materials. Opportunity should 
be left .for teachers and pupils to plan together the program 
of instruction. In this way, originality, initiative, judgment, 
and skills of cooperative human relationships are given an 
opportunity to he developed by the pupils. 
The Problem g;f_ Instructional Materials 
Few elementary schools provide adequate materials .for 
children. The child is fortunate indeed if he attends a 
school where textbooks are well selected and changed as needed 
and where there is a wealth of supplementary materials; where 
needed visual aids o.f all kinds are accessible and used, and 
where there is most that is needed to surround the learn~r in 
a rich and challenging opportunities for mental growth. What 
can the elementary school principal do about providing these 
materials? 
First, the principal should inform the superintendent 
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and the parents of his school children of the needs for 
instructional supplies for the school. More support .for the 
schools can be gained if the public knows the facts. If 
there is money available, better budgeting, better purchasing, 
and better planning for purchasing will help to get materials 
for the school. Second, the principal can offer great assist-
ance by keeping alert to new and good materials and by encour-
aging teachers to do likewise. 
Free and inexpensive materials are available from varied 
sources_.~:- The resourceful teacher wi,11 make use of community 
resources. Resource personnel are to be found in nearly every 
community. These people may be called upon to help the class 
by contributing expert knowledge about the topic being discussed. 
Every community has its people who have traveled to distant 
parts of the world. These people will help the class by telling 
them of the geography and peoples of other lands. Many 
communities have artists or musicians who would be willing to 
make expert contributions to the extention of information and 
to the solutions of problems in these areas of study. 
It would be helpful to have accessible for the use of 
everyone a human resource file, including a cross-reference 
system of contributions that people in the community can make. 
A standard for choosing resource persons might be helpful if 
*One of the best guides to sources of free and inexpensive 
mate rials is "The Educator's Guide to Free Curriculum Materials", 
published by Educators Progress Service, Randolph, Wisconsin. 
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many people contribute to the file. Artists, old-timers, 
craftsmen, other teachers, parents, and collectors should be 
included in the file. Having the children meet the person 
in his own environment adds interest, but as~ing him to come 
to the school conserves time and eliminates transportation 
hazards. 
Many schools are providing a resource room in their 
buildings where resource materials, boo~s, pictures, magazine 
articles, etc. are filed and indexed for the teachers' use. 
The Principal .G.§. Q Oonsultant 
In many schools, funds are not available to bring in 
outside consultants to give e.rpert advice on curricular 
matters or in the solution of instructional problems. Therefore, 
the principal must assume the role of a consultant, since he 
is in close touch with his school and knows his teachers, 
pupils, and the community. He is in a better position to render 
more pertinent, immediate, and timely assistance than can be 
sought from outside consultants. Capron and Perrodin9 suggest 
the following when assuming the role of the consultant in the 
school: 
1. As a consultant, the principal starts where the 
group is. He must allow the group to express their 
negative feelings. He must not come in with a ready-
made plan of his own. 
2. As a consultant, the principal respects the needs 
9. Capron, Marie A. and Perrodin, Alex F., 11Coordinator 
and Consultant", The National Elementary Principal, 32:15-16 
February, 1953. 
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of the group for security in processes and helps the 
group to move away from their status-quo security. 
Many teachers are reluctant to vary from their pre-
scribed course of study. It is the responsibility of 
the principal as a consultant to help these teachers 
to see where a newer method might be tied in with the 
regular classwork. 
3. As a consultant, the principal avoids short-cutting 
the group processes in the interests of efficiency. 
4. As a consultant, the principal seldom gives 
"ready-made answers" to a problem. Too often group 
members ask a leader for immediate and specific solutions 
for their problems. The principal can serve best by 
helping individuals and groups to find their own answers. 
s. As a consultant, the principal is aware that 
individual differences exist in teachers as well as in 
children. Consequently, he helps each teacher to move 
in the direction most suitable to that teacher's capac-
ities. He reali2es that some over2ealous teachers will 
need tactful restraining, while others will require 
gentle "prodding" in that the total group effort may be 
successful. 
6. As a consultant, the principal needs constantly 
to help teachers be aware of the quality of the relation-
ships between school and community. Utili2ation of 
community resources is important, but at the same time 
parents and lay personnel must understand what the school 
is doing and why they are moving in this or that direction. 
A good principal shows through the way in which he 
J'unctions that he has a good understanding of human behavior. 
He helps provide opportunities for meeting basic needs, such 
as the need .for a feeling of belongingness and the need for 
a .feeling of achievement in both adults and children. He 
shows that he understands t~at all behavior is caused. He 
helps to eliminate causes of unsocial behavior whenever it 
is possible. 
A good principal is skilled in cooperative planning. 
He knows how to work with groups--faculty, children, or 
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parents--in UXJ.ys that mate the pooling of ideas and the 
sharing of responsibilities possible and fair .for everybody. 
In a meeting where the atmosphere is conducive to cooperative 
action, respect for the worth of each individual personality 
is demonstrated. Respect is shown for minority as well as 
majority groups. 
The following is an anonymous quotation, included here 
because it seems to be pertinent to this discussion of the 
role of the principal in the schooi. 10 
The Principal is a mighty force------
1. To the chtld 
He is a friend and protector. 
2. To the teacher 
He is a guide and advisor. 
3. To the parent 
He is a counselor and neighbor. 
4. To the school superintendent 
He is a trusted officer. 
s. To the community 
He is a leader and interpreter. 
6. To the teaching profession 
He is a pioneer and a builder. 
7. To a democracy 
He is a loyal and active citizen. 
10. Slager, Fred a., "What are the Characteristics of 
an Effective Profess ion al Growth Pro gram?", National Association 
.Q.f. Secondary School Principals Bulletin, 38:206-9, Aoril, 1954. 
CHAPTER V 
CONCLUSION 
The key to a successful program of tn-servtce tratntng 
o,f teachers is cooperattve participatton b1.1 the school staff. 
Parttcipation motivates teachers to grow. Teachers appreciate 
the opportuntty to share tn the determination and execution 
of the tr own progress. 
The responsibtlity for establishtng the local tn-servtce 
growth program rests with the local admtntstrators and the 
board of education. The principal must understand and practice 
democratic relattonships with hts teachers. Open mindedness 
must be a characteristic of a good administrator. 
Teachers need to feel that they have a part in the making 
and carrying out of dectstons related to the admtntstratton 
of schools; that teachers., supervisors., and principals are 
worktng together as equal members of a team. Teachers worktng 
toward a solution of a problem must feel that progress is 
being made i,n the area tn whtch they are working. Lack of 
unity, conflicting i,deas, and a complacent satisfaction with 
the status quo are major obstacles in starttng an i,n-service 
growth program. 
Democratic participatton of the staff in solving the 
problems of the school is the most modern approach to success-
ful school administratton. The wider the participatton., the 
more successful i,s the school. Thi,s calls for careful 
handling on the part of the principal, but wi,11 result 
eventually in better cooperation, greater understanding, 
and more growth on the part of the instructi,onal staff• 
An effective growth program will be characteri2ed by: 
1. A creation of interest among staf.f members i,n 
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new and better techniques of instruction along the lines 
of (a) instructional procedures, (b) community resources, 
(c) textbooks and other printed materials, and (d) visual 
aids. 
2. ImP,roved pupil-teacher relationships manifested 
through: (a) interest in the pupil as an individual 
(b) interest i,n the pupuls' homes, and (c) concern for 
pupils' problems which affect his school 1 ife. 
3. Increased knowledge of and interest in the commu-
nity shown by information about: (a) historical back-
ground and heritage, (b) opportuniti,es for employment, 
and (c) programs of other youth development organizations. 
4. The development of tolerance toward individual 
differences among pupils based on the pupil's: (a) 
ability, and (b) background because of race, home conditions, 
and religion. 
s. A develofment of a sense oJ humor and a feeling 
of "at homeness 1 in the cl ass room which is demonstrated 
by the teacher being: (a) relaxed, (b) friendly, and (c) 
sympathetic. 
6. E'ngendering in the teacher a keen desire to succeed 
in promoting the growth of students: (a) mentally, 
(b) physically, (c) morally, and (d) spiritually. 
The writer is a principal of an elementary school. In 
common with other supervisi,ng principals, he has a problem 
of generating within the teachers a genuine interest and a 
dynamic desire to improve their methods of teachi,ng wi,th the 
result that the 1 earnings of child ren will be improved. In 
the reading and studying that has been done in the preparing 
and writing of this paper, it has been found that the 
elementary principal has a tremendous responsibility in 
bringing about a change for the better in teaching. 
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The supervisor must work for change through long range 
planning. Usually the change will be gradual and will take 
a long time. The principal must show democratic leadership 
in order to stimulate the teaching personnel to change to 
better methods of instruction. The principal 's job is to 
help the teacher to do a better job of teaching which will 
in turn increase the learnings of the boys and girls in the 
elementary school. All criticism should be constructive 
criticism. 
It must be observed that the community can contribute 
importantly to the school program. When parents and lay 
personnel are kept realistically informed of the purposes and 
program of the school, they can better understand what takes 
place in· the school and are in a posit ion to interpret the 
purposes, functions, and procedures to others. One of the 
most effective means o/ achieving community cooperation and 
support is to provi,de an obviously good learning program, 
to admini,ster the school well, and to maintain an atmosphere 
of personal warmth and friendli,ness. A school, where children 
are happy, and are i,nterested because they are learni,ng those 
things whi,ch wi,11 help them to li,ve better, does not have a 
di,f/icult ti,me i,n enlisti,ng the sympathy and support o/ its 
community. 
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Not all teachers can be ex.oe-cted to grow pro,fessionally 
at the same rate, in identical ways, or to the same extent. 
Some teachers may resist change in thinking and action. It 
is the job o,f the elementary principal to encourage such 
teachers in doing a better job o,f the manner of work that they 
are now doing. 
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